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SENATOR DYMALLY:
on Legal
meetings.

~quality

This is a meeting of the Joint Committee

and it differs somewhat from the traditional

It is not a situation where the witnesses invited

will be giving

11

testimony 11 but simply an opportunity to meet

with the two top administrators of the University and State
College Systems to discuss the question of affirmative action as
it relates to minorities but primarily women in this instance.
And so we have invited the President of the University System
and the Chancellor of the University and State College System to
meet and discuss with the Committee their present plans for affirmative action.

To President Hitch and to the representatives of

Chancellor Dumke, we are not interested in hard statistics, because
I have come to the conclusion that those statistics are sometimes
misleading and do not really give a true picture of the situation.
Now this meeting was called as a result of the first meeting
of this Committee held in Los Angeles and the subject of inquiry
then was women in post-secondary education -- discrimination against
women in post-secondary education.

The Committee had testimony

which led us to believe that there was sufficient cause to invite
the heads of the two systems to discuss with the Committee, not
in the testimony form, so to speak, but sort of a heart-to- heart
talk with the Committee to convince the Committee, its members and
of course the public that the whole question of affirmative action
is a real problem drawing the attention of the administrators.

And

so that's the background of today's meeting.
And I understand the Chancellor is on his way here.

The plane

is late, so we'll start off with the President of the University
System.
-1-

Now for those of you who are here and who may wish to testify,

0

let me advise that was not the original purpose of the meeting.
And we don't want to gag you necessarily; if there's time left
and you want to rebut, we will permit that rebuttal.

At least we

hope that not every one will want to come up and rebut.
We want to terminate this he.aring at least by noon.

The

Senate goes into session at 11, but I will go answer the roll call
and come back.

If· there is not sufficient time, we'll call a public

hearing at which time the witnesses will have an opportunity . to
examine the transcript which we are making here today and rebut to
that.

I hope t hat arrangement is satisfactory.

So let me assure

you that the Committee is open, and this is not an

attempt to

exclude any witnesses from testifying. ·
So, that's the background, President Hitch, and we wanted you
and Chancellor Dumke to give the Committee some assurance because
we've been deluged with complaints, both my office and the Committee's office, about the whole question of affirmative action in the
University System.

so, here you are.

Unless, of course -- let me

introduce two members of the Committee.

To my right, the Vice

Chairman of the . comrnittee, ·Assernblyman Howard Berman of Los Angeles
County; and of course, to my left, my seat-mate Senator Song, Chairman of the Judiciary Committee.

-The

s~aff,

fbr your purpose, Judy

Miller, Consultant; Ms. JUdy Mason, Committee Secretary; and Mari
Goldman, Committee Counsel.

-----------· -

PRESIDENT HITCH:

Senator, would you like me to open it with

·--·----~----------·------------~-------·-·

a statement?
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SENATOR DYMALLY:

Unless the members have any opening remarks

they wish to make.
ASSEMBLYMAN BERMAN:

I'd just like to say that we're in ses-

sion now in the Assembly now, so at times I may have to run out
and make sure that when they're voting my switch, they're not
voting it wrong.
SENATOR DY.MALLY:

Senator Song?

Fine.

PRESIDENT HITCH:

Mr. Chairman, I know there's been very great

interest in what has been going on at Berkeley.

And I would like

to report that I had a telephone call from Secretary Weinberger
this morning in which he authorized me to say that HEW has a conciliation agreement with the Berkeley campus, that we are in
complete agreement about where we stand and about what remains to
be done, and I'll be happy to go into that in more detail; that he
is so informing the Office of Federal Contract Compliance and that
these

he expects these two NASA contracts that have been held

up to be released today.
I would like to explain that -- oh, he also authorized me to
state that what has been worked out with the Berkeley campus he
regards as a model for all institutions of higher education throughout the country.

What has really been going on at Berkeley in dis-

cussions between the HEW and the campus and representatives in my
office, I've been very much concerned because whatever is decided
at Berkeley, of course, is going to affect all the campuses in the

0

University of California, as well as other campuses throughout the
country.

-3-
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What has been going on are hiqhly technical discussions reqarding
both what information needs to be collected and how it must be
analyzed and how the processes must be analyzed.

The revised

Order No. 4, under which we operate, as well as some other
revised orders, were really developed with industry in mind, not
higher education.

And at Berkeley, for the first time, the Office

of Civil Rights of HEW has ..been getting down to the question of
just how revised Order 4. should be .applied in the University
setting.
There have been questions relating to what kind of records
have to be kept, what kind of information has to be assembled,
how it is to be analyzed to determine underutilization, for
example, and how our

process~s

of appointment and so forth have

to be analyzed. - And we have now reached full agreement with HEW
and it will be announced today.
There are many things that remain to be done, principally
the collection of the information in the manner in which it is now
agreed it must be done, .including . all of the information reporting
on what we do when we make an appointment, the analyses that have
to be made to determine whether or not we are underutilizing
minorities or underutilizing women
tions.

in particular

job classifica-

These analyses and this information is to be collected on

a time schedule between now and September, but I would like to
make it clear that I think it's quite misleading to say that the
Berkeley campus doesn't have a plan.
-----------~--

It has a plan to make a plan.

·-----------------------·------------ - - - - - - - - - - - - - - · · - - - - - -

I am quite sure that the Berkeley campus has, at this time, a more

-4-
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complete plan than any other institution of higher education
in the country.
SENATOR DYMALLY:

Would you tell us what the plan is,

Mr. President.
PRESIDENT HITCH:

I've got a copy of it right here.

very long and very detailed.

But it's

It's about half an in9h thick, so I

couldn't tell you what it is.

If you would like to get into it in ·

more detail, I have brought with me Ms. Virginia Leimbach from my
personnel office who is one of the people who have been working on
the development of the Berkeley plan with the HEW, and I'm sure
she can provide you with much more detailed information on the
contents and the coverage than I can.
I would like to just further say in opening that the University
has been involved in nondiscrimination and equal opportunity since
1962, but the emphasis has shifted in two respects in the years

since 1962.
When we started in 1962, the emphasis was on nondiscrimination,
equal opportunity.
blindness.
cant was.

It was associated with this policy of color

We were not permitted to know what the race of an appliWe were not supposed to keep any record of this.

And

our first emphasis, let me say, was on minorities rather than on
women.
This has changed very drastically and completely over the
last few years, and let me just read what I said to the Board of
Regents last June about our present policy.

0

.

.

"The basic premise on affirmative action policies and programs
is that equal opportunity by itself is largely a hollow promise, an

-s-

ideal unfulfilled.

0

Without positive action, the status quo is

all too likely to be perpetuated.

With it, extra effort is made

to recruit and employ and promote persons who formerly were
excluded.

Affirmative action makes real the promise of equal

opportunity."
As I said, the original
January 1973, however, we
to the campuses and

emph~sis

di~

issue

laborator~es,

was on minorities.

Universi~y-wide

guidelines

requiring written affirmative

action programs ' on each campus-- persQnnel programs.
definitely covered

ge~der

as well as ethn..ic background.

of last year, when revised Order 4.

bec~e

~ot . ~pproved

a program approved by HEW.

And these
By May 19

applicable to public

universities, all the campuses had approved programs
by my office,

In

approved

by HEW. : There is almost nobody who has
Be~

An essential part of our

approved by my office.

effort~

in nondiscrimination has

been in view of our personnel policies and _their revision
D~poti•m,

areas such as ma.t ernity leave.,
And our efforta .in recruiting

w.om~· f~r

in

pl:'omotion, and transfer.
academic and management

positions have reinforced .our attempts to bring more women students
into graduate schools and

profesai~nal

schools· and to encourage

them to enter such traditionalLy male fields as engineering.
Since career opportunities have a great deal to do with the
choice of academic program, the raising of demand on one hand has
helped raise the supply on the

o~er •.

We've focused on employment

and admissions, but in other areas, too.
- - -----------

Most of our campus admin-

_____________ ___ ------------------------·----,

--

istrations and faculty senates now have committees on women.

-6-

And

0

0

much of the inadvertent discrimination which existed in student
athletic programs has been removed over the past year or two.
As you know, we are providing you with a complete report in
accordance with your Senate Resolution by April 1 on athletics
and women.

I would be less than candid, however, if I did not

mention that some of the areas which have undergone change did
so because University women have brought the need to the attention
of the administration, sometimes forcefully and always articulately.
I think we've made good progress in affirmative action for women
and for minorities.

It's very hard to prove in the case of minorities

because of the color blind policies of the 1960's, so I don't have
statistical data that I think really proves progress except some
very recent.

I do have some data on academic faculty appointments

in the last couple of years.

I do have some data on our manage-

ment programs because I think these are the two areas in which
progress is most difficult -- top management and academic ladder
positions.
I think we are becoming more· sophisticated in the University
concerning the requirements of the commitment that we've made to
equality.

We are learning.

We have not reached our goals yet and

it may be some time before we do so.
more sharply defined.

But each day our tasks become

They certainly are becoming very sharply

defined as the result of the new plan at Berkeley agreed with HEW.
In fact, there is going on right now in my office a meeting of all

0 -

affirmative action officers and all affirmative action coordinators
---·

---- ------·-··----···------------------ ----------- --------- ------------------------------ -·- --------.

of all the nine campuses to learn exactly what was agreed to at

-7-

Berkeley and therefore what other campuses are going to have
to do, too.
Reasonable financial support from the state would h.ave
helped in the past and it becomes increasingly important for the
future.

The burden thrown on us by the information that we have

to provide, by the records that we have' to keep, by the searches
that .we have to make, are just

enormo~s.

And so far, nobody has

been willing to give us more than $250,000 for the whole system
to help.

It affects not at all our commitment to do the job and

I give you my word that we will fulfill this commitment to the
best of our ability whatever funds are given.
SENATOR SONG:

Mr. Chairman.

SENATOR DYMALLY:
SENATOR SONG:

Thank you.

Senator Song.

May I inquire of President Hitch, to begin

with, with reference to the ethnic - consideration.

I'm personally

aware of the fact that the University has indeed engaged in some
kind of an affirmative program with reference to the ethnic problem for some time.

In fact, I · just read about the possible

consequence of that kind of a program recently.

Apparently a white

student has been suing, complaining that he has been denied admission to a law school because he is white.
specious argument necessarily.

I don't think it's a

We have a problem today.

I think

we can fairly say that we have such a .problem because we have, and
I say we but I'm using the term loosely, of course, collectively,
this country has in fact engaged in a program of discriminatory

--·-----·--·-···----·--------------------

practices against certain ethnic minorities for many, many years.

-8-
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0

I don't think this can be denied.

So perhaps what this white

student is complaining of today is simply the residual effect of
what has happened in our society for so many years.
The question I'd like to ask you, however, if you indicate
that HEW has indicated its approval of the Berkeley plan.

I had

no idea that HEW had any kind of a role in a problem of this kind ,
nor that HEW had formulated any criteria to be followed by any
institution.

Is this a definite kind of a program that is a part

of the HEW activities?
PRESIDENT HITCH:
•

Yes, indeed.

The Office of Civil Rights

has issued a series of these orders and revised them from time
to time.
SENATOR SONG:

And this refers to the gender as well?

PRESIDENT HITCH:
indeed it does.

And this refers to the gender as well,

And they are very detailed and one of our prob-

lems has been they are constantly being revised.

In fact, I

learned driving up with Ms. Leimbach this morning that there is
now still another revision which has just been announced of
Order No. 4 to which I referred.

It adds to Order No. 4 some of

the things that were agreed upon in the discussions between HEW
and the Berkeley campus, which are now something that will be
required of all insbitutions.
SENATOR SONG:

What I'd like to know, President Hitch, is it

something that's published -- this set of criteria from the HEW?
PRESIDENT HITCH:

Yes.

0
-9-

0
PRESIDENT HITCH:

It's not a miniscule amount when you

multiply it by the total number of colleges and universities i n
the country.
SENATOR SONG:

But, on the other hand, if Berkeley is the

place where the entire thing is focalized, they're using it as a
workshop, it would seem to me that HEW could quite justifiably
allocate more than $250,000.
PRESIDENT HITCH:
SENATOR SONG:

I could not agree with you more, sir.

And with reference to the state, of course, I

think we can fairly indicate why perhaps a University has been
suffering financially.

The sentiment of the corner office down-

stairs has not necessarily been overly sympathetic.

I certainly

hope to see a change next year in that sense.
SENATOR DYMALLY:

Mr. Berman.

ASSEMBLYMAN BERMAN:

President Hitch, I'd like to just take a

second and give myself some notion of what we're talking about in
affirmative action plans and compliance with HEW regulations.
You, the President of the University and the President's
office, you have no -- do you have any say over who is hired in
the academic positions of the various campuses?
PRESIDENT HITCH:

No.

The hiring of faculty is completely

delegated to the Chancellors of the campuses.
ASSEMBLYMAN BERMAN:

As a matter of practice, do the Chancellors

delegate the practica l or effec t ive decisions regarding hiring to
the various schools o r departments?

-12-

0

0

PRESIDENT HITCH:

No.

No, the Chancellors, I would say,

in every case, either exercise this personally or through the
Vice Chancellor for Academic Affairs.
ASSEMBLYMAN BERMAN:
PRESIDENT HITCH:

They make-- based on ••••

Based on recommendations, of course, from

departments and deans and the senate budget committee, so-called
budget committee, really a personnel committee on each campus.
ASSEMBLYMAN BERMAN:

Would anybody in practice be hired for

an academic position without the recommendation of the department
for which that person was being hired?
PRESIDENT HITCH:

If so, very rarely.

Departmental requests

are turned down, but it would be extremely exceptional for someone
to be hired without recommendation from the department.
ASSEMBLYMAN BERMAN:

There may be people who aren't hired who

are not -- there may be people who aren't hired who are recommended
by the department, but practically speaking, there's essentially
no one who is hired without the recommendation of a department.
PRESIDENT HITCH:

And forced on a department.

That would be

very exceptional.
ASSEMBLYMAN BERMAN :

Does the department normally give its

reasons for arguing why •••• ?
PRESIDENT HITCH:

Let me say, it's not quite as simple as that.

For example, it may be that an economist is of interest to departments other than the Department of Economics.

It might be that

the Department of Economics doesn't want a particular economist,
- ---out - t he Sc hoolo f-S oci.a:i wei fare or even the College of Engineering

-13-

might want to hire him as an economist.

So he would have several

possibilities of getting a recommendation from a department.

And

he might be hired even though he was not wanted by some one
department.
ASSEMBLYMAN BERMAN:

Well, when these recommendations are

made, are they accompanied by a statement on behalf of the department chairman or the department or the tenured members of the
department, as to why this individual is being recommended for
hire and maybe also it could comment on whether or not it also
includes why this particular individual, as opposed to others that
apply, is being hired?
PRESIDENT HITCH:

Yes, and it does, and we're going to have

to go much further in that respect in the future.

Now any recom-

mendation that is made in accordance with this Berkeley plan is
going to have to be accompanied by a very thorough analysis of how
the search was made, how efforts were made to turn up qualified
minority and women, qualified for this job.
down, from the different sources.

How many were turned

This is part of the process that

we've been working on with -- developing with HEW and it is written
into the plan.
ASSEMBLYMAN BERMAN:

Up to now and not so much emphasizing

on the issue of why individuals of a particular race or sex were
turned down, but has it been a matter of practice that this has
been given to justify any specific recommendation in the past?

In

other words, that the head -- the Chancellor of the University or
the office of the Chancellor is informed as to why the department

-14-
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of 265 people who wanted positions as professors in the Anthropology
Department, why they're recommending that the President -- the
Chancellor, use his powers to hire two of those people -- a justification as to why those two are better than the rest.

Has that

been a normal practice in the University system?
PRESIDENT HITCH:

I'd say that recently it's been a very

normal practice for Chancellors to ask pointed questions
about minorities and women when they get recommendations.
why aren't you recommending one?
forth.

What I'm saying is that

Why

Have you made the search and so
i~

future, this is_going to have to

be built into the record in a very complete way so that anybody
can postaudit it and be satisfied that all reasonable steps have
been taken to survey the whole field, including, in particular,
qualified minorities and qualified women.
SENATOR DYMALLY:

Mr. President, what assurance does the Com-

mittee have that the President's office will see to it that the
affirmative action plan is enforced on the local campuses?
PRESIDENT HITCH:

Well, we will do it essentially by postaudit.

The affirmative action plans will include utilization analyses by
job category, both academic and nonacademic, and the establishment
of goals and timetables.

They are not quotas; they are goals, but

they do provide a means of monitoring.
There is also this requirement for very extensive recordkeeping in connection with search.

-0 ----

monitor by spotchecks.

And that I think we have to

We obviously can't go into the procedures
--- -~ -

used in every single appointment of which there are thousands a
year, but we can spotcheck.
-15-

SENATOR DYMALLY:

One of the complaints received by the Com-

mittee is that frequently faculty chairmen, heads of the department, hire part-time, women part-time, minorities part-time, and
these women are included in the statistics -- Black women, for
instance, twice, once as Black and once as women.
reason we did not ask for statistics.

That's the

To what extent is the

President's office going to see to it -- or the Chancellor's
office, for that matter, on the local campuses -- that department
heads make an effort to avoid these deceptive statistics that
we've been receiving.
PRESIDENT HITCH:

Oh, I'm sure there's -- I don't know of

any table in which we counted a Black woman twice.

We certainly

break them down in all the tables that I have, by sex and by race,
so that you can see how many minority women there are by minority
classifications.

Or you can look at the sex.

SENATOR DYMALLY:

What I'm saying is that first she's counted

as a Black person -- we have five Blacks -- then she's counted again
as a woman, so it beefs up the statistics.
PRESIDENT HITCH:

We certainly don't do it that way now.

We

have centralized the statistics to the greatest extent possible in
a University-wide information system which is computerized.

We're

having some problems with it -- getting the bugs out of the system,
and we're having some other problems about getting all of the right
inputs into it.

But we're not having problems of that kind.

What

we get out of the computer in the printout is the sex and the
--- -----·- --------·-------------·---------------------race, then we break it down cross classification so you can see

- - - - ----·-------------·--

exactly where we are.
-16-
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SENATOR DYMALLY:

The question of hirings for the faculty

is a problem because the President's office or the Chancellor's
office have no control over that, based on your testimony.

How

are we getting that message to faculty heads and departments
heads?
PRESIDENT HITCH:
notice.

This plan will certainly get it to their

No, it's being brought very forcibly to their notice.

I did not say the Chancellors have no control over it.
Chancellors have a lot of control over

it~

in fact, the Chancellors

have the final decision, yes or no, on every
Now at -- let me modify one thing I said.

The

f~culty

appointment.

As far as tenure

appointments are concerned, the faculty, I mean, the Chancellor
or his Academic Affairs Vice Chancellor exercises that authority
personally in making the final decision.
SENATOR DYMALLY:

The Chancellor?

PRESIDENT HITCH:

The Chancellor.

Sometimes in the case of

lower-level appointments, that is delegated further down the line,
for example, to a dean
SENATOR DYMALLY:

nontenure appointments.
The other criticism is that in a number of

instances, there's what they call the revolving door policy.

The

minority person or woman comes in on a temporary basis and is
worked right out of the

system~

they never really achieve tenure,

'

but during their presence on campus, add to the statistics.

In

other words, the retention of women and minorities is not very

--0 -----

good as far as the tenure system is concerned.
------------------------------------- ----------

-17-

PRESIDENT HITCH:

Well, I'm not sure that we have an analysis

0

of -- I assume you're talking about our policy of appointing
As~istant

Professors ••••

SENATOR DYMALLY:

Yes.

PRESIDENT HITCH:

••• not at tenurP.

SENATOR DYMALLY:

Lecturer.

Well, you don't have regular

lecturers anymore, but Assistant Professors.
PRESIDENT HITCH:

Assistant Professors.

SENATOR DYMALLY:

And they work themselves right out of ••••

PRESIDENT HITCH:

They work their way through.

SENATOR DYMALLY:

And they work themselves right out, too.

PRESIDENT HITCH:

Well, I'm not saying -- that happens to white

males, too, in large numbers.

We do not automatically give tenure

to everybody we appoint Assistant Professor,

by any means.

fact, I think only about half of them eventually make it.

In
And

that has been the policy of the University of California, and I
think of every superior university in the country.
an initial appointment of tenure.
appointment.

You do not make

It is an apprentice sort of

And you decide in the course of eight years or

less whether or not you want to keep that person permanently.
SENATOR DYMALLY:

Another criticism is that the affirmative

action officers have a great deal of responsibility, but no authority.

In the final analysis, they must report to the very person

who is probably guilty of discrimination; that is to say, if you
had a weak Vice President or weak Vice Chancellor for Academic

------------ Aff~ir~-;--;~d- h~ --hi~-;~---th;-a££-i~~'ti;~ ---~~tion---~f£ic~r-.--·-Tlie- a££fr-.:------0
mative action officer takes a very aggressive role.
- '18-

He ends up

0

being bounced or having to quit.

In fact, what we're doing, we're

hiring "house•• minorities in these jobs, but they have no authority
because they're not really part of the real administration.
PRESIDENT HITCH:

Senator, there is just no completely satis-

factory answer to this question of organization.

And I have given

it a great deal of thought, and I think the organization that we
have hit upon, while certainly not perfect, is the best practical
solution.

It involves having affirmative action officers who are

responsible for carrying out the plan.

Those affirmative action

officers are, in most cases, Vice Chancellors, and they are people
of high rank with administrative clout who can get the job done.
The affirmative action coordinators are responsible essentially
for monitoring the program and seeing whether it's working or not
and making recommendations for changes in the program.

Now this

is a frustrating kind of job.
All of us who work in big bureaucracies, and the University
is necessarily a big bureaucracy, get frustrated from time to
time, believe me, I do, about how hard it is to move it, and in
particular, to move it fast.

And our affirmative action coordinators

tend to be properly very dedicated 'people and they want to achieve
the millenium right away, and that's fine.

But it can't be

achieved right away, and they get frustrated.
quit.

And some of them

We have had a turnover, and I can understand how it happens.

But I don't believe there is any alternative form of organization
that would be practical that would work as well.

----0
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SENATOR DYMALLY:

You think perhaps if the affirmative

action officers were closer to you or to the Chancellor of a
particular campus with regular authority, that it might help?
PRESIDENT HITCH:

I think it wouldn't work.

Of course,

whenever any problem comes up, the protagonists say what we need
is a person with great authority, a czar reporting directly to
the President, or directly to the Chancellor.

And if I tried to

solve problems that way, I can't imagine how many people I'd
have reporting directly to me, and how little time I would have
for each one.

I now have nine Vice Presidents and nine Chancellors

and three major laboratory directors all
SENATOR DYMALLY:
person an hour

r~porting

to me.

If you work 24 hours a day and give each

....

PRESIDENT HITCH:

I am just very allergic _to adding a lot

more people or any more people reporting directly to me, because
I don't have time for them.
SENATOR SONG:

Mr. Chairman.

SENATOR DYMALLY:
SENATOR SONG:

It wouldn't work.

Yes, Senator Song.

Mr. President, I don't think it's of particular

importance at this juncture, but you made reference to the fact
that Berkeley has been or is presently a model, so to speak •••
PRESIDENT HITCH:
SENATOR SONG:

It will be when the publication is ••••

The allegations have been made, however, and

brought to my attention that Berkeley initially resisted efforts
on the part of HEW to make certain inquiries resulting from complaints having been filed about Berkeley.
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whether the allegations are true or not true or whether or not
HEW did initially bring an order to show cause compelling
Berkeley to open up, so to speak, is unimportant today in view
of what you have indicated Berkeley is attempting to do, but you
need not necessarily comment on that statement because it may be
totally inaccurate.· You may, however, do so if you wish.
But my question specificall.y is this, and this is apropos
with one of Senator Dymally's questions:

you have an affirmative

program on each of the nine campuses and assuming that a particular
program is not particularly successful for one reason or another
and grievances are forthcoming, how are the grievances handled?
PRESIDENT HITCH:

Well, we have a regular grievance procedure

for all of our employees.

They're handled in the first instance

on the campus.
SENATOR SONG:

To what body or agency or individual would a

grievance be directed to?
PRESIDENT HITCH:

It would be directed to the Chancellor who

has a staff who handles grievances and reviews grievances and
makes recommendations to the Chancellor.

The grievant, if he is

not satisfied, may then appeal to the President, and I get a good
many such appeals on which I -- which I have to review and on
which I have to act.
SENATOR SONG:

Is a grievant entitled as a matter of right

to counsel ••••
PRESIDENT HITCH:
·-0

- - - - - -SENATOR

Yes.

SONG:~--:--:--:-or-is he generally not accompimied- by_________ _

counsel?
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PRESIDENT HITCH:
SENATOR SONG:

He may?

PRESIDENT HITCH:
SENATOR SONG:

This is up to him.

He may, if he wishes, yes.

How about reprisals?

Have you

have there

been any grievances or complaints directed or brought to your
attention eventually that a particular campus and its administrators have practised reprisals against those who sought to file
complaints?
PRESIDENT HITCH:

Oh, I think from time to time, yes, there

are allegations about reprisals.

I think this is true in every

organization.
SENATOR SONG:

I would assume so.

Have you determined that

any of them to be true, have any substance to them?
PRESIDENT HITCH:

I can't offhand think of one, but I'd have

to ·review the record.
SENATOR SONG:

I think what this Joint Committee, of course,

is interested in and this is simply my personal views --we'd
like to be convinced of the effort on the part of this very
large bureaucracy that you head is going to make a sincere effort
to effect an almost -- well, I would have to call it a revolutionary
change because of prior practices and just where eventually we're
going to head to.

And I suppose this is the kind of assurance

that the Chairman of this Committee is seeking from you today.
PRESIDENT HITCH:

That is right.

The quotation which I read

you from my statement to the Regents of June 1973, I reaffirm.
SENATOR SONG:

Thank you.
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SENATOR DYMALLY:

Mr. President, what sanctions, if any,

are there in the Berkeley plan for local campuses.
Chancellor chose to ignore the plan?

What if· a

In what way is your office

going to implement that or bring sanctions to bear?
PRESIDENT HITCH:

I have no such Chancellors.

SENATOR DYMALLY:

All right, that's a very big statement,

Mr. President.
PRESIDENT HITCH:

I mean it, I don't have such Chancellors.

They do not ignore it.
SENATOR DYMALLY: · Fine.

But what if we were to come up with

evidence that a particular campus was not following the Berkeley
plan, how may we proceed to correct that?
PRESIDENT HITCH:

Well, let me say that while the Berkeley

plan is a sort of model now, will be a sort of model, and as I
say, we are meeting with all the affirmative action officers and
coordinators today, it will not immediately become applicable to
all of the campuses.

Each of the campuses is going to have to

revise its plan in its circumstances, but incorporating the
principles of the Berkeley plan.

They will then have to be

reviewed by my office and approved and we will do that as promptly
as we can.

Only in that sense is it a model.

It doesn't imme-

diately become applicable to the other campuses.

It is much more

complete than the plan for any campus.
SENATOR DYMALLY:

Let's shift for a brief moment to admission

in the graduate divisions of the campus of women -- a number of

---0---complaint-~andyour--statistics

are not . good in this instance ; ------------·-
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that women are not getting into graduate schools for a number of
reasons.

Their position, of course, is that they're being dis-

criminated against.
PRESIDENT HITCH:
schools.

This has been a problem in some graduate

I think we are really making progress here.

some figures for San Francisco.

I have

They're really admitting women

in large numbers into the medical school.

I don't happen to have

them for others, but I think this is terribly important, not just
for the professional schools, but also for graduate academics,
because for women and minorities, if we're ever going to get the
numbers up, we have to increase the availability.
SENATOR DYMALLY:

I want to just make a brief comment on the

San Francisco campus.

I believe that campus, more than any other

campus, really made an effort to implement affirmative action long
before it became . a controversy with the federal government.

I

recall several years ago having the affirmative action officer
come and visit with the Black caucus here, and .went Qown to
Tuskegee recruiting a number of students in southern schools.
They've done an outstanding job.
PRESIDENT HITCH:
SENATOR SONG:

I agree.

They've done a very fine job.

I can point this out, Mr. Chairman, on the

basis of a report to me from my son that the first year medical
school at Davis is comprised of about one-third women, so obviously
they've made some substantial strides there.
PRESIDENT HITCH:
but

They are moving, very slowly in engineering,

---- --- -- ·- .

....
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SENATOR SONG:

Who wants to go into engineering today any-

way, male or female?
PRESIDENT

HITCH:

It's becoming more popular and its pros-

pects are getting better.

I think engineering has turned the

corner.
SENATOR DYMALLY:

One of the concerns about this Committee

is that in 1970 we passed legislation calling upon the University
to examine their hiring and promotional practices of women.

The

statistics released in '72 showed that there were less women on
campus then, in '72, than there were in, let's say, '69 or '70.
And there was a drop.

I don't know that it has to do with the

"trend" in enrollment or if that law was ignored.
PRESIDENT HITCH:

You're talking about faculty appointments?

SENATOR DYMALLY:

Yes, faculty appointments of women.

PRESIDENT HITCH:

Well, the history here is quite interesting

and I think we can only speculate about it.

I think it is quite

true, although our statistics are incomplete, that there were more
women on the faculty in 1920 and 1930 than there are now.

I think

in the 1930's, there was a very strong feeling on the part of the
Legislature, as well as elsewhere, that because there weren't
enough jobs to go around, it just wasn't right to have two breadwinners in one family when you .didn't have any in so many.

And I

think there was a downturn in faculty employment of women and in a
lot of other areas, too, and that the women lost a lot of ground.
--0

And only recently have they begun to recover it.
-----··--------------------·---------------
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SENATOR DYMALLY:

All right, President Hitch, I want to shift

over to Chancellor Dumke.

We're going to come back to you.

Chancellor,_ we've been talking with the President as we hope
to talk with you, not in terms of hard-core statistics, but in
terms of commitment, in terms of plans.

This Committee has

invited some campus Presidents to be here today, not with the
view of testifying because we don't want to get into every campus
grievance.

We don't want to be the arbitrator of every campus

grievance, but with the hope that your commitment to this Committee
will at least be heard by them.

They would get from you and from

this Committee a public statement about the direction of affirmative action in the University system and hopefully, an attempt will
be made to correct those problems.
We're in receipt of a number of complaints from, oh, maybe a
half dozen campuses.

We have attempted to stay away from those

campuses, as we intend to do, because every campus has a different
problem, and we don't want to be interfering with the administration of any local campuses, but the presence of these Presidents
here is designed to have you make a commitment so they at least
would know where the University is going now.

Complaints from

women, more so than minorities, now on your campuses.
And so you're free now to make whatever statement you want
and then we'll come back to you and have a ••••

Before you do,

may I introduce Ms. Linda Morgan who is a member of the Advisory
-. -. ·-

-· -------

Committee and an attorney at law.
..

And she is one of six women

----·-----··-- ---·---- . -- --·--·-----·- ---·- -·-·--------·----·--·-··-----· --- --------·- .. ·----
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who serve as Advisory Committee members representing a good
cross-section of the state and other
CHANCELLOR DUMKE:

interests~

Well, Mr. Chairman, .members of the

Committee, I am first of all apologetic for my lateness.

The

plane had a little mechanical trouble and we didn't get started
on time.
I'm pleased to appear before you this morning to offer a
few comments about nondiscrimination and affirmative action
policies and practices of the State University and Colleges
System.
Within the past few weeks, you should have received copies
of our Board of Trustees' policy statement on nondiscrimination
and affirmative action and our most recent survey and analysis of
employment of women and various ethnic groups.

For the record,

here and now, I wish to emphasize and reiterate my personal support
of our Board of Trustees nondiscrimination and affirmative action
policy statement of January 23, 1974.

And I'd like to point out,

Senator, that that statement had a record which is seldom equalled
by policy statements in an educa-t ional organization.

It received

the unanimous support of the Council of Presidents, the support of
the Statewide Academic Senate, and the support of the Student ' Presidents Group which was representing them at that time, in addition
to full support by our board.

So that it has the backing about as

thoroughly and fully as any policy statement has had in our recent
history.

-()~-

----------------

--~rther ;:for

---

----~----------------

those of you who might have missed reading our

press release, I'm pleased to inform you of the recent addition
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to my staff of Mr. Herbert Carter who, on February 19, was
appointed to the position of Affirmative Action Officer for
the California State University and Colleges System.

Mr. Carter's

here today.
To some it may appear that by the adoption of a systemwide
policy statement on nondiscrimination and affirmative action
followed closely by the appointment of a systemwide Affirmative
Action Officer, we're just beginning to give proper attention to
this most important area.

I would hasten to point out that this

is not the case.
As early in 1965, we started to conduct annual surveys of
patterns of employment of racial and ethnic groups and added to
our considerations in 1970, a review of the employment patterns
of women employees in our system.

As each of our surveys placed

in clearer focus both our problems and opportunities, individual
campuses in our system moved to develop and implement such corrective measures as were both desired and possible.

This activity,

I might point out, was started long before there were legal mandates
which compelled public employers to concern themselves with Title VII
of the 1964 Civil Rights Act.

Hence, we view our latest efforts

in the equal opportunity arena, not as a beginning but rather as
the addition of resources which will be immensely helpful in our
efforts to continue and enhance, on a systemwide basis, equal opportunity and affirmative action programs.
Earlier, I mentioned that we recently completed an analysis

----------------------~£---;~p-l~ym~~~---~;t~~;~-;-f~;-w~=~~--an~i -eth~i~~;~-~~--~~~l~y;;~-~f-tt;;------0
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State University and Colleges System.
has received a copy of that report.

I believe that each of you
Specifically, as related to

the changing roles of women employees in the CSUC system, we're
encouraged by certain findings and I won't go into detailed statistics, but there are some very interesting and significant figures,
all of them indicating a trend of improvement.

We have 27,800

persons who work one-half time or more in our system.
27,000, 10,300 or 37.1 percent, are women.

Of that

The number of female

employees in 1973 increased 16.6 percent over 1971.

As of now,

female employees constitute 22 percent of all instructional
faculty, and more than 35 percent of all professional and administrative positions working half time or more.
Annual salary differences between male and female professors,
while the problem is not yet fully solved, has been improved considerably during the last two years.

Between '71 and '73, the

percentage of female employees whose annual salary was less than
10,000 was reduced considerably, and more than a third of all

female employees in our system earn $10,000 or

m~re

annually.

Between '71 and '73, when our total faculty was reduced by 54
positions, total male faculty decreased by 297 s_lots, female
faculty increased by 243 slots.
Twelve of our 19 campuses have supervisors, department heads,
or interviewers participating in training programs designed to
enhance their knowledge of the employment needs of women.

About

one-third of the supervisory and management positions in our
· --0

----------systeiii -are-fffieciby

wome-~~---Tilese . p~si-ti.o~;--~~;e~---;;~~;-~~-~h--~~------------ -·-
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foreman, supervisory clerk, section chief, department heads, divisian chiefs, associate deans, deans and associate vice presidents.
But we attach to these findings no more or no less than that
which we believe they truly indicate; namely, we're headed in
the right direction, have made some progress, but must maintain
our efforts if we're to succeed in the accomplishment of both our
self-imposed and ·legally mandated objectives of equal employment
opportunities and affirmative action.
In an entity as large as our system, we accept the fact that
from time to time we will have problems and perhaps be misunderstood in such a sensitive an area as employment equity for women
and minorities.

However, we believe that such mechanisms as are

required to deal with our problems and sensitivities are available
within the system.

And we're constantly improving.

Should we

find that changing times and circumstances require modification
or revision of some of our redress mechanisms, our grievance procedure, for instanqe, is under
to place into motion with
are required to accomplish

curren~

appropriat~
t~ose

revision, we shall not hesitate
consultation such processes as

tasks.

Each of the 19 campuses of our system, through their Presidents, are responsible for

~he

development and implementation of

appropriate meaningful and effective equal opportunity programs
on their respective campuses.

And we shall hold them accountable

for their responsibilities in this area as we do in all other
facets of their administrative role.
Additionally, each of our campuses, as well as my office, have
identified specific individuals or appointed affirmative action
-30-
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officers to coordinate and monitor development and implementation
of their affirmative action programs.

And that's one of the

aspects of the board policy that was recently adopted.
To the extent possible, members of my staff will be available
to each of our campuses to provide guidance, counsel, and assistance as they develop their programs.

However, this Committee and

all members of the California State University and College family
should clearly understand that the Board of Trustees, through
board policy declaration, has placed in the office of the Chancellor final responsibility for leadership, review and requirements
for corrective action relative to board policy in these areas, and
we shall fulfill our responsibilities in this matter.
Within the purview of this Committee's concerns, I hope you'll
find it appropriate to communicate with the Presidents of our
individual campuses about matters which appear to be unique to a
particular campus and communicate with my office on any concerns
you might have which seem to have systemwide implications.

As I

indicated earlier, Mr. Carter is our systemwide Affirmative Action
Officer and I encourage you to contact him on such matters as might
be appropriate to his responsibilities.
Finally, nondiscrimination and affirmative action, in my
opinion, are to be viewed as a total thrust in our system, from
the highest to the lowest position, in matters of salary inequities
and sex-type jobs.

It's in this spirit that I appeared here today

and I appreciate the invitation.

0

-sENATOR DYMALLY: -- Cnancell or, what procedure do you have for
grievances on campus for appeal, avoidance of reprisals against
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those who take an aggressive leadership role in bringing about
affirmative action.

These have been the areas of complaints

to us.
CHANCELLOR DUMKE:

Well, we have had a rather complex

grievance procedure which came out of many months of consultation
between and among all of our constituencies involved, and we're in
process of attempting to streamline that somewhat.
the principle of the hearing officer.

We have used

We're attempting to main-

tain that principle and we have ·our current- proposals before our
Academic Senate and as soon as they are satisfied, as soon as we
can come to some agreements with them as to appropriate changes,
then the whole procedure will be altered somewhat.

I know there

have been some complaints about it, but it's -- to answer some of
these complaints, at least, that we have engaged in rather lenqthv
process of revision.
SENATOR DYMALLY:

The question of freedom to oppose the campus

policy on affirmative action has been cause for criticism.

Some

staff, clerical, faculty members complained that they're often
intimidated by local Presidents if they get involved in affirmative
action, especially women.
CHANCELLOR DUMKE:

Well, I have no specific information about

that and if you have complaints that have been presented to your
staff, I would appreciate ••••
SENATOR DYMALLY:

---

We're trying to avoid that, Chancellor, we're

trying to avoid playing the role of arbitrator on each campus because

----------~-------

- -----·-----------------------·-

we believe this is a responsibility for the loc~~P;~~ld;nt or th~----

Chancellor's office.
-32-

0

.

0

CHANCELLOR DUMKE:

Well, I would fully agree, but if there

is a complaint, I would like to know about it so we can approach
it and try to do something about it.
SENATOR DYMALLY:

I don't know if we will ever pass on a

complaint to you, because we don't want the Committee to play that
role.

What we are more interested in is some

resolving these disputes on the campus.
CHANCELLOR DUMKE:

pro~edure

for

I mean, what ••••

I -- I'm not sure I understand the real

thrust of your question but insofar as affirmative action policies
exist and since the Trustees have acted and have passed this affirmative action policy for the system, each campus is now going to
have to refine and · formulate its own affirmative action procedures
in line with that policy.

I would say that those -- that policy

and the principles enunciated in that policy and repeated and
elaborated by the various campus statements that are coming out
as a result of that are board policies.

And if people are -- if

individuals disagree with that policy and are attempting to oppose
it

...
SENATOR DYMALLY:
CHANCELLOR DUMKE:

No, no, what they disagree with •••
••• then we have a serious problem because

the policy is accepted.
SENATOR DYMALLY:

No, what the disagreement is that lack of

implementation of that policy, not with the policy -- lack of
implementation.

And often when they echo their criticism of the

lack of implementation, they are "punished."

0-33-

SENATOR SONG:

Mr. Chairman, may I intervene here?

SENATOR DYMALLY:
SENATOR SONG:

Yes.

Chancellor, I get the impression that the

Trustees of course, have unanimously, and you indicate this is
as unanimous in adoption of a policy as might be possible
in our scheme of things, but I get the feeling that you're
implying that each of your 19 campuses will individually determine how that policy should be implemented.
CHANCELLOR DUMKE:

No 1 we 1 re asking the

Is that correct?
each of the campuses

apply the policy and to think through the ways in which this ··
policy can be applied on campus.
SENATOR SONG:

Very good.

Now, have you instructed each

campus or each President to, in turn, provide your office with
their operational plan as to how they intend to implement the
policy?
CHANCELLOR DUMKE:
formulated.

Yes, we will receive those as they are

Now this policy • • •

SENATOR SONG: . Is there a deadline that you have imposed upon
them to submit such a plan to you?
CHANCELLOR DUMKE:

Well, we're anticipating getting those

before the end of this spring term -- right away.
SENATOR DYMALLY:
goal?

A question for both of you.

What is your

When do you hope to accomplish implementation of this plan

on each campus, in operational terms?
CHANCELLOR DUMKE:
---

Well, as far -- as far as the Trustees are

-----·------------------------------·

concerned, with passage of the policy, that puts it into effect
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and it's supposed to be implemented from that time on.

Now in

terms of the ways in which it is put into effect, such as the
plans of each campus in terms of their implementation of it and
the names of their officers, many of whom have already been
provided, this would be done just as rapidly as possible.

It

isn't a question of waiting, it's a question of asking the board
policy to be implemented, as of now.
PRESIDENT HITCH:

In our case, every campus does have a

written affirmative action plan in effect since last May.

We're

going to have to modify them now in the light of what's happened
at Berkeley.

And that is going to take several months.

not complete in every respect.

And they're

They do not contain a complete

analysis necessary to set goals and timetables.
SENATOR SONG:

President Hitch, did you -- did your office

transmit to each campus a list of criteria that should be included
in the •••
PRESIDENT HITCH:
SENATOR SONG:

Oh, yes, indeed.

••• in their plan of implementation?

PRESIDENT HITCH:

Yes.

This began early in 1973 when I

issued guidelines for the preparation of campus plans and called
for the submittal of campus plans by May.

They were submitted and

approved in May.
SENATOR SONG:

Chancellor, how about your campuses?

Were they

likewise provided with guidelines from your office?

0

CHANCELLOR DUMKE: Yes. I don't have the statistics on this,
---but most of my campuses have affirmative action plans of one sort or
another that have been in effect for some time.
-35-

SENATOR SONG:

When you say one sort or another, has each

individual plan been approved or submitted for approval to your
office?
CHANCELLOR DUMKE:

No, because we were awaiting the results

of this statewide task force which we hoped would result, as it
has resulted, in a systemwide board policy.

And this has now

happened and now whatever differences exist in the existing . campus
plans can be molded to the Trustee policy.
SENATOR DYMALLY:
SENATOR SONG:

I wanted to ••••

Can you issue -- one more question, if I may,

Mr. Chairman -- a directive to all of the campuses indicating
that each and every plan must be submitted to you for your personal
approval?
CHANCELLOR DUMKE:
SENATOR SONG:

Oh, yes, yes.

But that has not yet been done?

CHANCELLOR DUMKE:

Well, the -- it doesn't have to be done

because the tacit implication of 't he issuance of any Trustee
policy gives me the responsibility to enforce it and I must see
these plans in order to- make certain that they
of Trustee policy.
SENATOR SONG:

a~e

within the ambit

This is just part of the regular procedure.
Well, if this is part of

CHANCELLOR DUMKE:

....

A special executive order would not be

necessary.
SENATOR SONG:

If this is part of the

regul~r

procedure, then

it may at least partially be responsive to one of Senator Dymally's

-----------------------------------------------------------·-----···-··

questions.

He indicated that he did not think that the role of
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this Committee should be that of a conduit or, as he has indicated,
the arbitrator of any complaints pertaining to any particular campus, but certainly I think the logical step

would be rather

standardized types of implementation of the Trustees' policy on
each and every one of the 19 campuses.
CHANCELLOR DUMKE:
SENATOR DYMALLY:

I would fully agree.
Chancellor, I get the impression you're

saying that the local campuses have autonomy in the -implementation
of this plan and that you, the Chancellor's office, is saying,
well, I'm not going to get involved.

What assurance would we

have that you would get into the situation where there is evidence
that the plan is not being put into effect?
CHANCELLOR DUMKE:

No, as I just stated, when the Trustees

issue a policy of this sort, I am given by that issuance the
responsibility as their executive officer for implementing this
policy.

In order to implement it, it has to be understood by

the campuses and it has to be implemented by the campuses.

And

the ways in which the campuses implement this plan are going to
be matters of serious concern for my

office~

in fact, one of the

reasons we brought Mr. Carter with us and one of the reasons we
have had one of his predecessors in this general area of responsibility working with the campuses is to do this very thing -- to
make certain that the campuses understand all of the implications
of these problems and now, of course, work well within the existing
Trustee policy.

Q------·--···----sF:Ni\ofoR:-sotiri-;- ·-- What-is-Mr-~--c;-rter -;-~-t-itl.e?----------·-·--------·---···
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CHANCELLOR DUMKE:

He's Director of Affirmative Action Pro-

0

grams and he has an Associate Dean's position in the Faculty and
Staff Affairs.
SENATOR SONG:

I see.

Does he have, perhaps, or does he

enjoy the stature without title, necessarily, of an Assistant
Chancellor or something like that?
CHANCELLOR DUMKE:

Well, Mr. Carter's here.

Maybe we could

ask him.
SENATOR SONG:

Well, if he were to go to any President of

any particular campus, would he -- would it be understood that he
would be speaking for you?
CHANCELLOR DUMKE:
SENATOR DYMALLY:

Absolutely.

Absolutely.

In cases where there are court suits against

a particular campus, whether those suits are justifiable or not, is
there any procedure for trying to arbitrate that difference?
CHANCELLOR DUMKE:

Well, as I say, we have had for some time

a carefully worked out and rather complicated grievance procedure
whose first goal was to bring about a campus solution to the problem
without litiqation.

Now obviously that doesn't always work.

And

where litigation has developed has been only after a whole series of
attempts have been made to solve the problem without it and on
campus in ••••
SENATOR DYMALLY:

We have two different problems here.

One at

the University level is a group situation where the entire campus
is being questioned.

In your case, we have a number of specific

----------------·----------

problems on campuses and the one thing this Committee does not want
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to do is to get involved in campus administration.

And so the

problem we have is seeking from you some way of resolvinq these
skirmishes on campuses.
CHANCELLOR DUMKE:

How -- what's the procedure

....

I can -- I can take one step right now.

I can, in the presence of this Committee and Mr. Carter, ask
Mr. Carter to make certain that he is aware of all of these situations that might exist and make certain that they are in the appropriate solution process, that if they are matters of grievance and
should be in that formal procedure, then they should be implemented
in that way.

So I'll ask Mr. Carter to follow through on this.

Which he has already done.
SENATOR DYMALLY:

We understand that some people have been

threatened for communicating with this Committee, for being very
active on campus in affirmative action.

We are again concerned

about a statewide policy against such threats, not the feeding of
information back to the President or to you about a particular
grievance.

What we want in effect is to get some assurance that

faculty and staff have the right to disagree with their administrators
without any reprisals.
CHANCELLOR DUMKE:

Well, my experience with our academic

community has been that historically there has been very little
hesitation about disagreeing with management.
sion

Obviously, on occa-

I suppose in a large organization there had been reprisals,

certainly our constant effort is to prevent any such thing and I
would say that the whole climate of opinion -- of academe, the

Q

whole mood of the academic community would Too]( -upc)n·-such -r eprls-ai·s
as completely out of line.
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SENATOR DYMALLY:

But not so its staff because the academic

community has historically had some sense of independence and
security with tenure, but not so with staff.
CHANCELLOR DUMKE:

Yes, I would agree.

It's a different

problem with staff and again we would -- we are certainly striving
to prevent any problems of that sort and will continue.
SENATOR DYMALLY:

One of the curses of staff is that you

have no merit system in the State College and University System.
It's a very arbitrary process • . You may be a secretary for 15
years even though you probably acquired a degree on that campus
and you just get stuck.

There's no mobility upwards for staff,

and transfers and changes are very arbitrary.

There's no control.

What they're saying to us is they have a sense of frustration.
There's no procedure, no one to whom they can go and say

11

This is

the problem, 11 within your system.
CHANCELLOR DUMKE:

Well, I must disagree with that.

I do

think that there has been mobility and I do think we have the
beginnings, certainly not everything I would like, but we have
the beginnings of merit evaluation in our entire work force.

But

in terms of a person to go to when a problem arises in the nonacademic area, each campus has a senior administrative officer or
he may have a different title on different campuses.

He may be

executive dean, he may be administrative vice president, he may be
assistant to the President or something of that sort.

And in my

office, certainly the Vice Chancellor for Faculty and Staff Affairs
is-- considers this whole area one -of his . major,
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Again, I will accept your statement that there have been concerns
expressed and utilize that to alert my people to do something
about it.
SENATOR DYMALLY:
LINDA MORGAN:

Ms. Morgan.

Regarding your grievance procedure, I think you

mentioned that you have a rather complicated grievance procedure
right now.
CHANCELLOR DUMKE:
LINDA MORGAN:

Which is in the process of revision.

Oh, well, what is it, how does it work right

now?
CHANCELLOR DUMKE:

Well, it's a

an extremely complicated

situation in which a hearing officer is involved and the hearing
officer reports facts to the President.

The President then refers

to a faculty committee which helps him decide how these facts
should be interpreted in terms of decision.

And if all fails on

the campus, the matter goes to a committee of three:

one faculty

member appointed by or selected from a list by the grievant, one
faculty member selected from a list by me, and the third selected
by the other two.

They will then recommend to me and if the case is

is a real hot one, I'm always drawn into it.
revising it.
situation.

That's why we're

Because I think that it's produced an impractical
And our new procedures eliminate me as the court of

last resort and are striving to work out a more streamlined procedure which will bring an effective and fair answer to the grievant
at an earlier date.

0

SENATOR DYMALLY:

We asked the President the same question.

If your affirmative action officer finds some justifiable cause of
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complaint on the part of a staff or faculty, what steps will the
Chancellor's office take to correct that, if, in any instance,
the President of that campus were guilty.
CHANCELLOR DUMKE:

Well, obviously, we would immediately take

up the matter with the President, make it a matter of concern -- · try to
do something about it.

We

ship with the Presidents.
half to two days.

I have a very close working relationWe meet once a month for a day and a

We have plenty of opportunity for communication.

There is wide open communication between us constantly on the
telephone and whenever I hear of something that I feel the President
should know about and do something about, I tell him so and whenever
a President hears of something that he thinks my office should be
aware of, I hear about it.

And we've got a very close and continuing

relationship in terms of this type of communication.

So I would say

that the answer to your question is that just through the natural
course of events, it would be taken care of.
SENATOR DYMALLY:
LINDA MORGAN:

Ms. Morgan.

The way that your grievance procedure is set

up now, I gather it's a long drawn-out matter.
CHANCELLOR DUMKE:
LINDA MORGAN:

Yes.

It finally reaches you and you decide that

someone -- a particular campus has acted unfairly toward a grievant,
are there are any sanctions imposed?

Is there any particular provi-

sion in your grievance procedure to impose sanctions on the partieular campus involved?
CHANCELLOR DUMKE:

Any kind of sanctions at all or is it just ••• ?
Well, I think what we've been dealing with

up to this point, I never had a case which I felt involved that
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sort of situation.

I

the cases we've had up to this point

have been differences of opinion as to interpretations of facts,
and, in some cases, and this is getting more and more to be the
case, different interpretations of technicalities which are, in
some cases, legai and procedural.

And it -- I have not, to my

recollection, I have not been faced with a situation in which I
felt that the campus authorities had misbehaved so that they
deserved a slap on the wrist.
ence of opinion in
LINDA MORGAN:

te~ms

I think it was just an honest differ-

of how a problem should be resolved.

Well, we heard a lot of testimony at the

November 1 hearing as to, at least in the opinion of the witnesses,
that the campuses were just totally ignoring the grievance procedure
CHANCELLOR DUMKE:

Well, it's not true.

LINDA MORGAN:

or at least certain of them at certain stages

of the procedure.
CHANCELLOR DUMKE:
LINDA MORGAN:

Not true.

In any event, to answer the question then, there

is -- you don't have any formal procedure in case you should find
that a campus has acted unfairly to impose any kind of sanctions.
There's nothing

...
...

CHANCELLOR DUMKE:

Well, if

LINDA MORGAN:

written.

CHANCELLOR DUMKE:

••• if a situation has arisen in which an

administrative officer has acted unfairly or has performed in a way

-0 -

which is blatantly against the good rules of institutional organiza-- - tional operation, well, obviously then the matter comes to the attention of his superior, whoever that might be.
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think I can say pretty -- with some confidence, that we have a
pretty good group of administrators and I just don't run into
that type of problem very often.

And in most cases, these are

issues which are -- which arise -- which result in differences
of opinion, based on the best of intentions of both parties, and
it's a question of somebody having to move in and adjudicate the
situation.
Now obviously if you listen to complaints, you are going to
hear complaints of this sort.
like to know about them.

That's one

r~ason

I say I would

Because if problems exist in this area,

the only way we can do anything about it is to know what the
complaints are and see if there's any validity to them.
many of these qomplaints
and found that out.

ha~e

no validity.

Some of them do.

A good

We've looked into them

And where they do, we cer-

tainly want to move in and do something about it.
SENATOR DYMALLY:

Both you and the President have given us

the impression that all of your managers are good guys and I hope
so.

That's not the information that this Committee has and

wha~

we

want to be assured of is that in case there is an honest difference
of opinion, that your managers are not the infallible ones, that it
is quite possible they could be in error and we want some assurance
that a procedure is established for resolving these disputes without any reprisals to those people who are involved in this.
CHANCELLOR DUMKE:

Well, I think the answer to that question

lies in the record of our existing and cumbersome grievance procedures because

t.here--~r;-~ccasi~n;~n -;hich I - have

the Presidential decision.
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PRESIDENT HITCH:

Oh, I have too.

I didn't say they were

always correct.
SENATOR DYMALLY:

All right.

Now this is a very difficult

arrangement I'm going to try to propose here, because I suspect
everyone out there would like to say something.

Could we have one

person from the University System and one person from the State
College System, do you think that's possible -- to come up -- no,
it's not possible?

I think perhaps we might want to have the

Chancellor and President hear some of the things that we are saying
or are unable to say and -- you think we could work such an arrangement?

I don't want to gag anyone, and I'm quite sure they'd like

to hear some specifics.
GEORGE CLARK:

If I might, Senator, I'm George Clark of the

California State Employees' Association.
SENATOR DYMALLY:
GEORGE CLARK:

Fine, all right, come on.

We were invited to come and I have a -- I have

with me •••
SENATOR DYMALLY:
GEORGE CLARK:

Just one?

SENATOR DYMALLY:
GEORGE CLARK:

No, just one.

Just one.

I have a University member and a State College

representative.
SENATOR DYMALLY:

No, just one.

we have a student -- come up.

0

-

I'll give you one.

And then

We have a student from the Univer-

sity system. Anyone from the faculty side?
have a University student, anyone else?
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Faculty, State, we

GEORGE CLARK:

I have a University staff.

SENATOR DYMALLY:
have to sit up here.

Fine, University staff, that's good.
Now let's make our testimony

You

this is for

the purpose of the Chancellor and the President so they would get
some feel of a typical situation and I've got to go and answer
the roll call so if I disappear for a minute, I'll be right back.
And let's make our testimony short and to the point, so they will
get some feel of what we've been trying to say this morning.
SERGEANT AX ARMS:

Senator, before they speak, I would

like to have them give their · names ••••
SENATOR DYMALLY:

Fine.

CHARLENE HARRINGTON:
Charlene Harrington.
SENATOR DYMALLY:

I'd like to start out.

Name, institution.
My name is

Excuse me, I cannot see.
She wants to see the President.

CHARLENE HARRINGTON:
Hitch.

Let's flip a coin.

Thank you, I'd like to see President

My name is Charlene Harrington.

I'm a graduate student at

the University of California at Berkeley, and I'm a member of the
League of Associated Women.

This is an organization that has a

class action suit against the University of California.

And we're

the organization that had to call in HEW to investigate the University sex discrimination practices.
I'd like to start out by saying that President Hitch makes
everything sound very rosy, as though the situation is quite under
control, that everything is moving in a very rational process.

I'd

like to say that that is not the case, and I hope to correct that
-----

impression.

Although HEW may have released the contracts to th_e __
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University and may have accepted the University's plan, although
that is still open to debate, the Department of Labor disaqrees
that the University is in compliance and NASA is also in disagreement and the contracts to the University of California at Berkeley
are still being held up at this current time.
SENATOR DYMALLY:

May I interrupt?

The President received a

call this morning from HEW -- from Mr. Weinberger, that the contracts will be let out, this morning just before you entered the
hearing room.
CHARLENE HARRINGTON:

Well, there's still a great deal of

dispute even among the agencies in Washington.

There's a general

accounting audit being going -- being conducted on HEW right at
this present time.

So it's very questionable as to whether this

was a legal action that HEW can make in approving the University's
plan.

The University has had three unacceptable plans at Berkeley,

and their plan is not a plan even

now~

it is a plan to plan, and

that plan doesn't even have to be finished until September of this
coming year.
To show the magnitude of the problem, I would like to point
out that there is a class action suit against the University,
there are two major union grievances on sex discrimination, there's
a Department of Justice patterns of practice investigation under
consideration, there's a Chicano class action lawsuit under consideration, there are numbers of individual lawsuits that are pending
on the University, and there will be a lot more.

0

not moving along -a s it should be.
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The situation is

The University has made a report in January of '74 to the
Regents.

Their own statistics show that there has been no sig-

nificant progress at any level of faculty employment of increasing
women or minorities within the last year.

And to cite an example,

the number of women in the tenured ranks has increased in the
last ten months by .1 percent.
increased by .2 percent.

The number of minorities have

Now we do not call that significant

progress.
We feel that the reason progress is not being made has to do
with the organization and structure of the

U~iversity.

Now we

would like to know what President Hitch is planning to do to make
significant structual changes that can bring about compliance with
the law and end the sex discrimination that is occurring.
I would also like to point out that I not only represent the
league today, but there are a number of campus organizations the -that are quite upset, not only about their lack of involvement in
any kind of planning for affirmative action or any kind of decisionmaking, but just the unfairness that is continuing.
like to mention some of these organizations.
AF~,

And I would

This includes the

this includes the AFNE Union Workers, it includes the Graduate

Assembly, it includes the Associated Students Organization, it
includes the Asian Board, it includes the Black Board, let's see,
we have the Graduate Assembly, Assembly of Action Council, we have
a number of women and minority groups that are in coalition, that
are saying that these plans are not acceptable.
SENATOR DYMALLY:
your name and affiliation.
-48-

0

0

GEORGE CLARK:

Yes.

George Clark · with the staff of the

California State Employees' Association.

I work with both of

the -- with the members of both of the systems.

We have 14,000

members on the campuses of botl1 the University and the State
University System.

And with me I have a member from each -- from

our academic council in the State University, Dr. McEdwards, and
Mrs. McHenry with the -- who chairs our University employee council.
And they'll speak for themselves.

I'd like to say a couple of

words.
In the normal course of events, the Association deals with
President Hitch and President Dumke and their boards and their
Chancellors with specific grievances that we may have, and our
mission is not as a labor organization, is limited in the sense
that we are -- limited in the sense of the topic that is before
you.

It goes beyond concern for employees who are already on the

job.

You're concerned about people who are not getting on the

payroll.

So much of what we -- the stress, the drift of our

remarks largely goes to what we're in business for, which is to
look out after the rights of our members who naturally are those
who are already employed.
And probably our membership is generally representative of
society in general, as it stands, so we're faced with revolutionary
someone called it a revolutionary change, I'm sure that's true.
And I'm sure that it's true that CSEA and a good many of the other
labor organizations have been slow, not as slow . as management, but
--·0

- · -slow- to - generally ·re-spond.

But I'm

ha:-;PY . .to
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say

th~t CSE~i;-·----·

responding.

We're concerned about this because -- as it affects

our members.

We've got grievances pending within the course of

0

a normal grievance procedure, grievances which involve affirmative action issues and related issues on Sacramento campus, the
San Bernardino campus, the Pomona campus.

Our people are involved

in the Berkeley campus, and it isn't our purpose to bring those
issues before you, but to confirm that it is not a rosy picture.
It is a mixed picture.
In general, I think the Trustees of the University -- of the
State University System and the Regents have passed the buck to
the local campuses.

And that is not -- that's not abnormal.

entirely within the character of these institutions.

That's

A great deal

of autonomy is given to the Chancellors and Presidents of the
local campuses.

One of the byproducts -- let me end on the affir-

mative action part by saying that we see our role to work on a
straightforward basis within the due processes available to us
with the administration to solve the problems as they
have made an attempt.

~rise.

We

Our chapters will make an attempt on each

campus to work in conjunction with the various coalition groups
and with management to make those local programs as good as they
are.
We're -- I'm rather sorry that we passed the buck, but now
that it's been done, we'll have to take them up on a case-by-case
basis.

I'm afraid that the Berkeley situation will happen in the

State University.

Somebody will be singled out for a good reason

or a bad reason and that will be the trial case and probably the
other campuses will follow that pattern.

-so-

~
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One of the byproducts that I must comment upon -- one of
the byproducts of this -- of your concern, I hope, will be for
those people who are maybe almost exclusively concerned about
affirmative action issues to take note of what's been going on
for a long time in labor relations in the University and the
State University System.

We've been wrestling with the inade-

quate grievance procedures, with the inadequate due process
available to both faculty and staff for a good many years, and
it is not a rosy picture.
CSEA also represents civil service employees where you
have -the principle long-established of carrying your grievance
to an impartial third party, where you get justice -- you get an
element of justice.

For good and sound reasons, I'm sure due to

the character of the University going back centuries, the Universities do not jump to introduce that third party into the fray.
The authority's retained by the system.

The heads of the Univer-

sities tend to very rarely overrule the local Chancellor, the
local President.

The staff and the faculty are placed in a position

of appealing to the very person whose action he's appealing, to get
relief.
Now when you talk about -- in the State University System,
you talk about grievance procedures under revision, the academic
grievance procedure for the first ten or eleven years was called
an interim procedure.

I don't know what we call it now.

twelve years since that procedure's been updated.

0

It's

The academic
--------

- --pro·cedure---- we nave one; it doeshave- some promising- elementsto it.
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We're not satisfied with it, CSEA is not, but it will be the
sixth or seventh in the last five years.

There's been a turnover

of grievance -- we have a grievance against the grievance procedure.

There's been so many grievance procedures on the academic

side.
I'm happy to say that the University of California has, in
its staff side, the element of third party arbitration available
to us.

We are unhappy on behalf of our members for the long

delays in academia in getting grievances solved.

Now, I say this,

now that people are going to grieve over the inability to attain
something that the law says you shall have, whether the affirmative
action laws or equal rights laws, now people are goinq to -- like
yourself, they're going to be paying attention to the labor relations
aspect of this thing.
We have legislation we're sponsoring in attempt to remedy
these things.

We are negotiating with the Chancellor and with

the systems to try and improve these procedures, but it is not a
rosy picture.

I fear that many good people who wish to see equality

arrive are doomed to wait decades under the kinds of systems that
we have in academia.

Now, I would like to defer for comments to

Dr. McEdwards, perhaps.
MARY MC EDWARDS:

Mary McEdwards, Cal State, Northridge.

Is

this on, I hope?
SENATOR DYMALLY:

Yes.

MARY MC EDWARDS:

I am somehow or other an affirmative action

person on my campus.

Not because I wanted to be, but because I
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made it somehow or other up to the top and the women are coming
to me and saying, "What is going on?"

They're very upset.

Chancellor Dumke made the remark that there is no pressure
involved in terms of people not being able to say things and so
on.

On our own campus, two months ago there was a story in the

Sundial.

Ten women who had a meeting, they were afraid to give

their names, they were complaining.
wrong, but they were afraid.
wer~

untenured.

Now that may be right or

They felt there was pressure.

·T hey

They were Assistant Professors and they felt that

if they did give their names and

ma~e

their complaints known, that

they would be fired.
Secondly, I would ask the question of -- I heard you comment
about one-third of the women are administrators, or one-third of
the administrators in the system are women?
CHANCELLOR DUMKE:
MARY MC EDWARDS:

Yes.
I would like to see those figures in

of the various campuses.

~erms

Thank you, I'll get that later.

The other thing is that I think there's a real problem in terms
of affirmative action with our layoff situation.

We are low in

FTE and who gets. iaid off first -- those who got hired last which
is generally, which are generally women and minorities.

And I

would hope that we do something in terms of trying to determine
how do you keep these people, and maybe you'll have to get rid of
some Associate Professors, perhaps.

But if affirmative action

means anything, I have the feeling that there should be some money

---0 --- cc)rnifig--fromsomeplace.

We have coordinators on each campus I mos_t___ .... -------
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of which are, what,half-time positions, one-half affirmative
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action, the other half in personnel traininq or whatever it may
be.

If the state and if the people generally in California

believe that affirmative action is worthwhile, then perhaps we
should have some funding for that.

At this point we don't.

Each campus is having to find it out of a slush fund from someplace, wherever, and I think as George said at the last Trustee's
meeting, it's like a New Year's Day resolution:

it's a great thinq,

we love it, but what are you going to do about it?
So I do have a very strong feeling that money is what counts
and if the state believes in this -- but I think my major point is that
women generally, and I'm 50 years old and can say this, I think, rather
easily, I don't feel put upon in terms of being a woman, but there
are an awful lot of women who do feel put upon, and it's simply
because they have no chance.

They're stuck.

They come in last

and they are -- they go first, and I think that we ought to pay
some attention to this type of thing.

And as I say, in terms of

the quota and so on, let's look at this for affirmative action and
see what we can do.

Maybe you have to get rid of some other people,

I don't know.
SENATOR DYMALLY:

Ms. McEdwards, are you on the faculty?

MARY MC EDWARDS:

Yes.

SENATOR DYMALLY:

Thank you very much.

EASTER MC HENRY:

I'm Easter McHenry, and I'm State Chairman

for the University Staff Occupational Council, and the reason I
won this position is because I have a big mouth and I was one of
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the few people in the area who is not afraid to stand up for what
I believe in.

That's the only reason I'm the State Chairman.

First I want to say I feel that all these statistics that
have been fed in through the years could now just be used.
Supposedly they have been compiled all the time on who was where
and who was

doin~what,

so why do we have to throw more money down

the drain to recompile the same things that have been said to you
these last few years?
I also want to concur with Mr. Clark on the long drawn-out
grievance procedure.

In the first place, it's too lengthy.

The

people who are handling these things are much too knowledgeable
for it to take them two or three years to come to a conclusion
about what's happening to an individual.

And now if that individ-

ual is out of work all that time, think of the position that that
one is in while they're waiting for some knowledgeable person to
make up their minds on how the thing is going to

~e

established.

And also, I want to say that much pressure is put upon people,
and if you're going to need names and times, I will be able to furnish to you later the names and times ,of people because, like you
say, the person that you're grieving against is the one that's
going

to make the decision about whether you're right or wrong.

Well, that person needs to be

~-

have to be at the same time and

the same position that you're in because they're the ones who's
creating the problem.
SENATOR DYMALLY:

Thank you.
Fine.

-ss-

RALPH MORRELL:

My name is Ralph Morrell, and I'm an ex-

employee, nonacademic, at the Davis campus.

My comments perhaps

have a tenuous relationship to the subject at hand, because it's
obvious I'm neither a minority or a woman.

However, there is a

relationship.
The President of the University spoke about his frustrations
because of slow movement.
sity organization to move.

He's unable to get people in the UniverI feel that I am an ex-employee because

I attempted to assist the President in getting things to move.
He talks about lack of funds to provide affirmative action
dollars.

I cannot -- I was not aware that I could speak here this

morning so I'm not prepared to document at the moment, but I will
be able to and willing to document at any subsequent time you may
choose, the fact that I have brought to the attention of the University, including President Hitch, the waste, the mismanagement, the
violations of federal statute, and pilferage which occurred at the
Davis campus during my tenure there, and the failure of the Davis
campus to comply with the University's own rules to its detriment,
involving the loss of hundreds of thousands of dollars.

I say

again, I am able to document this at your convenience at a later
date.
Now the University procedures state that you may appeal, so
you make your appeal -- who's the judge?

The judge, according to

the rules, you select ten names and the Chancellor will pick one
of those and he will be the judge.

In my case, I selected some

···--------------------------·-··------------------------------------------------------------------------------------ 0

names, the Chancellor did not choose either of those, he choose
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his own person who was not on the list.

That individual, as with

those I chose, are employees of the University.

And in the

military parlance, I submit that they are subject to command
influence.

There'll be no doubt as to what I mean by that.

Now I have -- the University procedures state that once you
have gone as far as President Hitch with your appeal and he has
denied it, that's the end of it.

That is written in the policy

and procedure manual of the University of California procedures.
I have subsequently discovered that that is not the end of it.
I have been informed and I have taken action in this . last two weeks
to get to the end of it by applying to the Board of Regents for
permission to appear before that body to lay out my charges of
waste, mismanagement, pilferage and violation of federal statutes
amounting to thousands of dollars of the taxpayers' money, dollars
which could be used to take care of the problem which you're now
discussing.

And I'll be at the pleasure of you, Senator Dymally,

or any other non-University presiding officer to lay this out.
Thank you.
SENATOR DYMALLY:

Thank you very much.

I think this brings

to a conclusion, with the introduction of Senator Stevens, our
meeting, and I thank all of the witnesses.

I just want the

Chancellor and the President to know that we could have had
hundreds of witnesses appear, but that was not the purpose of
today's meeting, because many of these people felt strongly and we
wanted to get a representative point of view to you.
--0

-----more -- O.K., we I

rr let

you come on.
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We have one

AridthTs --wil f -be-"our last- - --------

witness, and then we would like to set up a subsequent staff
meeting with Mr. Carter, Chancellor, and President -- I don't
know who handles your affirmative action, but we can

~et

that

information from Jay Michaels.
PRESIDENT HITCH:

Vice President Bowker.

SENATOR DYMALLY:

All right, fine.

And a subsequent staff

meeting as a sort of rebuttal kind of conference to this meeting
and to keep things moving along.
ELLEN SMITH:

I'm Ellen Smith, Chair of the UPC Affirmative

Action Committee -- statewide committee.

I would like to present

some of UPC's concerns with the present status, of course, of
women and ethnic minorities on the campuses, and also with the new
affirmative action program policy that has just been passed.
As you know, UPC has been very much involved as an AFT affiliate with improving the conditions of women and ethnic minorities.
Specifically, legislation has been introduced to try to rectify
some of the problems confronting these groups.

And UPC is also

investigating the possibility of a class action lawsuit against
the entire State University System, if this is necessary.
Specifically, in terms of the affirmative action policy,
there are quite a few things that have been left out of that
policy.

Of course, the most important thing is that there is no

implementation section.

I have seen very fine affirmative action

policies that have not been implemented, and they're completely
useless.

Unless there is, for example, a faculty committee to

moni~tor affrrmat~ve-actTon-~h-irfhg, promoff(fns- ana- retention-;--fnere .,-s-- 0
a very good chance to work with the affirmative action officer.
-58-

There's a very good chance that there'll be little result from
the finest policy in the world.

All right, in detail, the affir-

mative action policy that has just been passed contains a phrase
that may be problematic, it may not, depending on the implementation.

The phrase does qualify if it is used by people who have

prejudices themselves, will be used to the detriment of women and
ethnic minorities.

If it is used properly,

as it has been used

by Weinberger, then it will include, of course, women and ethnic
minorities in the category.

But again this depends upon the

implementation.
Second, the policy makes no provision for grievance procedures
for temporary and part-time faculty members.
lem.

This is a major prob-

As you may know, women and ethnic minorities are hired into

part-time positions in higher proportion than Caucasian men are,
and yet they have no grievance procedures at this point.

Some of

the lawsuits that have occurred thus far or that will occur in the
near future are by people in this category since they have no provisions on the campuses for following grievance procedures.
Also, the policy makes no provision for certain things recommended by the HEW guidelines such as child care centers, child rearing
leave and so on.

Also, there is nothing in the policy to try to

improve the status of part-time faculty members.

And again, as I

mentioned, there are very high proportions of women and minorities
in those categories.

Things such as tenure for part-time faculty

members, increasing the pay to make it commensurate with the pay

---0 - - -cji"veii·--to -full-tTme faculty members, providing fringe })enefits--for_______ _
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these people -- these are things that are badly needed and they're

0

not mentioned at all.
The Chancellor has stated that the new coordinator of affirmative action will have power to intervene in grievances on
campuses, but we've not been told whether he will have actual
power to resolve the grievances.
is the point that is critical.
will he simply investigate?

And it seems to me that this
Can he actually do anything or

And there've been many investigations

made by various people with little effect thus far.
These are some of the problems.

There's another one that's

extremely critical and that, of course, is the effect of the 60-40
rule of tenured-untenured.

Of course the Legislature has recently

indicated, just as the Trustees, their opposition to this rule and
I assume it will therefore be eliminated.

There are, however, new

regulations that apparently are coming in on at least a couple of
campuses; we have been told that there are 25-75 procedures instituted.

This means

that 25 percent of the faculty members must be

lecturers, must be in temporary positions.

And until that percentage

is reached, no one will be hired into a tenure track position.

This

regulation is, of course, extremely discriminatory since women and
minorities are now being hired, presumably, for the first time in
good numbers.

The only positions available for them, if this is

instituted, will be temporary positions, so their condition will
really be improved not at all.

I'm not sure whether it's the

intent of the Chancellor to implement this 25-75 rule systemwide.
If so, then I think we can forget about affirmative action
since it would negate it entirely.
-60-

-completely ~
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All right, finally, I'd like to turn to the employment
survey that was just released -- a 1973 survey.

As the Chancellor

indicated, that survey does define full-time faculty members as
those teaching six units and more.

This definition includes many

part-time faculty members under the category of full-time -faculty
members, and it's a rather strange definition, I think, for
that reason.

What it does, of course, is to include higher propor-

tions of women and ethnic minorities under the category of fulltime faculty and for that reason I think it's a little misleading
although of course it's stated that it's being done.

Non~theless,

it makes the percentages seem much higher and the numbers much
higher of women and minorities than they should seem.

Many of

those hired, for example, were told that 22 percent of the
faculty now is female.

Of course the national pool, as of 1972,

is 26 percent women Ph.D.'s available, so that's still low, but
if we take into account that a great many of these women are
hired into temporary and part-time positions, this lowers it
considerably more.
So it seems to me that the status of women and of ethnic
minorities -- ethnic minorities are very often put into temporary
positions, particularly in ethnic studies proqram.
major problem.

This is a

All riqht, so we have women and ethnic minorities

in part-time positions included under full-time and rated in the
percentage

there~

The real position of women and ethnic minorities

is still extremely poor in terms of the available work force pool
--0--·--wi.ich~-i~ what i;-req~i-;.·;-db~ HE; : --------·---------------·---------------·-·
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Finally, in terms of some of these figures that are shown

0

even in the report itself, let's see, in the employment survey
in 1971, the average female faculty

sa~ary

below the average male faculty's salary.

was 10.6 percent
In 1973, the average

female faculty salary is 12.2 percent below the average male
faculty's salary.

In other words, the gap is increasing rather

than decreasing.

Moreover, at the Assistant Professor level and,

of course, most new hires are made at the Assistant Professor
level, the gap is incredible.

In 1971, the gap was 8.4 percent.

In 1973, the average female Assistant Professor salary is 17.1
percent below the average Assistant Professor male salary.

So I

think that in terms of economic status, women are decreasing in
their classifications -- their categories.
All right, in terms of staff, we see the same type of situation.
Let's see, in 1973, for example, this material, by the way, the
statistical information was collected by Dr. Helen Remick who is
an unemployed woman Ph.D.

All right, in 23 -- two-thirds of the

staff in all but four out of 60 job classifications, is of the
same sex.

In other words, there is segregation by sex in

staff categories.

th~

In the female-dominated classifications, the

average salary is $632.

In the male-dominated classifications,

the average salary is $766.

So again, women are being paid less

than men.
This is the pattern that we see statewide -- systemwide for
faculty and for staff.

And it seems to me that one thing that

--··---------- -th~ Trustees policy ar{d. that the Chancellor shoUld be concernecCwith
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is that would be equalizing the pay, possibly through back
pay, to some of the affected classes.
SENATOR DYMALLY:
any comment?

Thank you very much.

Thank you very much.

anything to say?

Mr. President?

Senator Stevens,

Chancellor, .do you have
O.K.

The meeting is adjourned.
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Thank you very much.
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UPC Testimony before the Joint Committee
On Leg•l Equality

Presented by Ellen Smith, Chair
UPC Affirmative Action Coo
(statistics gathered by
~g~&~)Remick, unemployQd

. UPC.has a ~iatory of involvement in affirmative action. We have sponsored
leg1alat1on to 7mprove the conditions of those women and et~ic minority faculty
~:o~~4~bC~di~d:ant~ged in their c~nditiona of work. For example, we now have
ap
o g1ve grievance r1ghts to part-time and temporary· facult 1
for wom~n and ethnic minorities are represented in these categories in higher '
~:OP:~t 1~n:hthan i~ the tenure-track categories. We are now introducing billa
th a JUS
e pay ase for part-time faculty and for librarians for both of
eaedgrotupths, with high proportions of women especially, have b~en underpaid in
regar
o
e work they perform.
·
f
d.UPC al
. ~ 1· B currently reaearch1ng
a class action law suit against the CSUC
S:~ w~s~~m~:~t!::iaf::d~:hb:hen solkidl~ behind af~irmative action for some ti•e,
e ac o~ progress 1n this area.
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does not believ~ that the lat~st policy accep~ed by the 'rr\tstee_l!r~... ~: t·',' <~;, ~%1"*"
a genuine good fa1th effort to 1mprove the conditions of women . ::· · •_._:· . ·~· . 1 J'
and minority faculty. The policy represents rather a political compromi~_.- ,- .•, '::}:•.: '..' .'" l
which is expected merely to satisfy the most minimal requirements . o~ th,e ··f~d~r~.~
~ -: t 1
regulations as interpreted by the.... pres~~t administration~
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UPC takes the position that a
faith effort will
..
following changes in the presently accepted policys
,
. · . . .. ·· ' ·~·:· ·. ··: : · ' i ~
A
Hiring
' . . . - .,·· \\. · "'·'. '...
-~ . 1~·
1. In order to encourage the hiring of women and mi:r;tori ties, th• _;.:·;·, .:,.::: l- ~ ,
c.s.u.c. system shall establish a special fUnd for tha~ purpoa: -~.· .~:.:!··"- · :.'~.~( : ~
Such an incentive fund shall.supplement regular hirins .budget,s._~ '! •. ~..·~··"\ - ? · : I
Thiishshall not, ~o~ever, obnate the necessity of good tai th ~~-f~~ :·.-._..) . .. - _~ ~
n t e regular h1r.1ng process.
. -, . : ·-·· .'·.·· ,·: ,: ..:. •··.. , , •
2. The principal criterion for hiring shall be based upo~ pidelt,nes~ , · \ , · · · 1
agreed upon in .1972 by the EEOC, OFCC, the Department of Juatio~,.~- _,>. ...: ' . ,
and the Civil Service Commission. Accordingly, cancUdatilll oaP,abl-$ ; ~- •.\;-;:: ·- · •
of performing the job sucoess:t"ully shall be hired • . 'l'hilt a;riterioll l :· ~ -.; ·.'
is in accordance with merit hirins principles. 'ro achieve -·t hia. \" :·'· \.. ~~::. -: t
purpOSe a pOOl Of Well-qUalified Ca~di datelf JIIUSt be ·i48Jlt;lfie4~ •, 1~:- ~., 1~~' · ',' _·:,:
Such a pool shall inclu<3:e a proport1onate number of womeZL ud _ ,, ..,, .·.(:·\: . ,'
ethnic minorities. ThiB\ recognition take!:.;iD~~ account the u~'l·~ ~ :•: ,.·.. ·· ·. ·
ability of' minority membeJ;:s__flll.J:\~Qme~_to )iii , • pr6teaaional. ·. -· :. '• :,~ ..
exemplars for a major part~ of the studentpopulition. · · . · •_:__-,.-4•' ·," • ·. ~ -.... · ·
3. The establishment of' a prop':\ hiring pool requires sear~~ proce~~~'~ .'~ :,_..,. -~· ~'
such as those recommended in ~p;;w guidelinee.t.e., oont~C,~II~ , \ "". _;: ;'·~ ·;:,' ·; ~ · ,.
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minority and women's caucuses and those institutions where such
gi'OUpt; are strongly represented.
,,.., /e,..e .. fe~ a.f so
4. The hiring of ethnic minority faculty shall be
1 =r -2 : !•~
•••• SF ttus by a special appropriation to enable ethnic minority
faculty to travel in their efforts to recruit on behalf of the
c.s.u.c. system.
B. Faculty &nforcement
.
1. Effective and fair implementation 4 affirmative action requires
establishment of faculty committees to assure that all parts of
a campus share equally in the responsibility to remedy past ineq~ities.
These local committees shall be empowered to require
departments or other units to demonstrate that they are making or
have made a good faith effort to implement affirmative action-whether in hiring, retention, promotion, or ten~e decisions. As
a matter of course hiring units within the system shall keep
records of their efforts in these areas of personnel polioy.
These records will enable them to demonstrate their efferts to
comply with affirmative action policy. The oommittee"l!lbllll · be 13Ubstantially composed of women and minority members.
c. Grievance
•
1. Access to grievance procedures shall be extended to include all
faculty and von-teaching professionals whether full-time or parttime . This~1~eappropriate to affirmative action policy because
a disproportionate share of part-time faculty are women.
2. The grievance regulations shallbiltered to permit charges of
discrimination on the basis of race, se~, religion, class, age,
or national origin as grounds for grievance.
D. No-Gl'owth Implications. In a period of slow growth or no-growth UPC
recognizes that affirmative action faculty face a disproportionate
share of problems given their smaller numbers and generally more
recent entry or lower ranks in the c.s.u.c. system.
1. UPC asserts that any attempt to !ay off faculty in the present
context would be unjustified and intolerable given the inordinate
work overloads of most faculty. The UPC will do everything in
its power to avert even a single layoff in our system. Under
no circumetances will UPC permit Affirmative Actio~ to be undermined by the use of layoffs.
F. Part-Time Faculty
1. Part~time faculty shall share proportionately in nonteaching duties
in the department. They shall be paid according to the identical
pay base used to coopensate full-time faculty--i.e., not according
to a 15 unit teaching load base.
2. Part-time faculty shall have fringe benefits.
3. Part-time faculty shall have access to tenure.
4. '"Part-Ume i'rrculty shall have sabba-ticals_propor.ti.cm.ate to their
work load.
·d
G. Parental Provisions
1. On reques
parents of either sex shall be allowed -up to two yQars
of child-rearing leave without pay.
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2.

H.

Free child care centers on every campus for children of faculty,
staff, and students shall be provided in order to enable such
persons to give full attention to their campus responsibilities.
Support. An Affirmative Action Support Fund shall be established at
an early point to enable minority faculty to complete their professional
training. Such a fund shall be supplemented by leaves or reduced
schedules.

UPC believes that implementation of the above policy is a minimal step
toward correcting existing inequities and equalizing opportunities within the
c.s.u.c. system. In the absence of the provisions in this document the Board
of Trustees' policy is in no way adequate to meet its responsibility to provide
leadership for the institutions or this system.

.·:·

; Moreover, the Chancellor's 1973 Employment Survey, wM_ch he has
referred to as showing the improvement in the condition of women and ethnic
minorities in the CSUC, actually reveals minimal improvement in some areas
and deterioration in others.

•'

First, the Employment Surveys in 1971 and 1973 claim as full-time
faculty all those teaching more than six units. This definition is
•:
misleading, for it includes in the same category tenure-track faculty and
part-time lecturers, who · are paid on a different pay base. The result of
. ....,
this procedure is to increase the percentage of women and ethnic minorities
...
• t ..
in the survey, for a higher proportion of women are in part-time than in
full-time positions and many Ethnic Studies faculty are in part-time positions. .
. , ,~
In reality, the percentage of wanen Ph.O.s on the .tenure track is considerab ly.· .. :·-:-·
below the work force poot (16%h it is closer to 10%. (See 1972 Report of · · : ..
the Statewide Academic Senate CSUC as hoc Coninittee on the Role of Women in ,...
)
the csuc.) The percentage of ethnic minorities on the tenure track is also bf!tpw _- . I -~
the percentage
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given in the Chancellor's Survey as being on the full- ti.. f acul tJ.
In other words, the Chancellor's Employment Survey hldea some of
the grosser inequities in the CSUC.

·.

~

Second, the Survey reveals that in 1971 the average female .
faculty salary was 10.6% below the average male faculty salary; .
ln 1973 the average female faculty salary was 12.2% be l ow the
· ,~..
average male faculty salary. Moreover, ln 1971 the aver•ge
·
feaale assistant professor salary was 8.4% below the average
male assistant professor salary; in 1973 the average female .
assistant professor salary was 17.1% below the averqe mala
·· .
assistant professor salary! The salary differen~ial 11 lncnaelaa • . ·. ;;
not decreasing, and it is most noticeable at the assistant professor
level. Most new hires are at the assistant professor ·l•vel. In
o·t her words, when women finally are hired in slightly lncre aat.ng · .
numbers, they are hired for less pay, a practice that is explicitl y .
forbidden by the HEW Guidelines.
. . : .
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Third, the Chancellor's Survey reveals that the total incr ease , ·· J
of women on the faculty from 1971 to 1973 is a nugatory 2.6~, and that , ;
figure includes some part-time faculty. Moz'eover, in t8e hi gher
paying jobs, that is, inthe profe.asional,and administrative, end
·'1
especially in the executive c:~egoriea, women show very littl e
· ·' ·
~·
gain indeed. For example, the total increase of women in profeaalonal J
and administrative positions is 0 .41. and in the highest paying
·1
executive positions 1 a resounding aut. increase J Little has been , · . : ·J
done as yet to breaK the patterns of discrimination.
. .:·
~

.

'

.

Fourth the condition of the staff women ls comparable to that
l
of the £acuity women. For example, in 1973 in 56 out of 60 cl assificetlc
2/3 of the staff was of the same sex. In the female dominated
j
classifications, the average salary was $632; t.n the male
~.
· .·~.
dominated classificatt.ons, the average salary was $766. In other
words, women are segregated into the lower payt.ng classificati ons.
Finally, now that the Legislature and t~ Trustees have
t.ndicated that the 60/40 (tenured/untenured) rule should be
abolished, ca: ;Least two campuses (Chico and San Jose) have
.
instituted a new 25/75 rule. That is, 25% of the faculty must. · '
be lecturers and only lecturers (on temporary or part~tt.me
appointments~ will be hired until that percentage ls met. This
prfocedure is highly discriminatary, and if lt spread~ to the rest
o the CSUC system, it will make a farce of affi~attve action.
For when ethnic mino~it1ea an~ ~~~~ finally are supposed to be
hired in reasonable numbers, the only positions a~l~l. be
·n op-tenure track post. tiona. Women and m1nor1ties~w111 ~be
the last ~ired and the first fired.
In short the pQsition of women and ethnic minort.tiea in the
CSUC has not improved greatly over the past two years, ~a tor w~en
AFFILIATED WITH AMERICAN FEDERATION OF TEACHE~S (AFL-CIOl
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The most recP.nt figures on the availabilty of women doctorates
are ns follm·Js. These percentages were computed fr.om figures
pro'\:'lded by the Na;.ional ~esearch Council of the Nature of Sp
and the Nature of Eft!tineering, l.Jashington, . D.C. in their RAt!lol!•e
Summary 1972: Doetorate Recipients from United States Un1vare1
ARTS AND HUM&'iiTIES
Art
History
Music
Speech, Dramatic Art
Philosophy
English langu~g e and lit.
German
Russian
french
Spanish and Portuguese
Humanities and Arts

...

•.:

47.1
15.7
20.9
18.9
11.7
34.4
33.5
36.7
4911
37.1
l3.9

SOCIAL SCIENCES
Anthropology
Communications
Sociology
Economics
Geography
Political Science,
Psychology
EOUCATION
Guidance, Couns., St. Personnel
Ed. Admin. and Supervision
Teache.r Ed.
Behavioral Sciences in Ed.
PHYSICAL SCIENCES
Mathem.':ltics
Physics and ....s tronomy
Chemistry
J~arth Sciences

3.3
10
3.6

ENGINEERING

•6

LIFC:

7.4

Agricultural Sclences
Hedical 5ciences
J~nvironment.11 Scl'!nces

I
!-..
:·

~·

lo.

I

.I

\'
\

SCIENCi~S

Bitlog~cal Sci~nces

...,

·,

18.4
3.2
13.6
10

....
'
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PROFESSIONAL FlgLDS
RPli~lon and Th~ology
busines~; Auminis tt:uti.on
Home Economics
Speech and Hearing Sciences
Law 1 Jurisprudence
Soc1 al \.Jork

Ltbr.ary and Archival Science

•

•

7,8

2.1
90.9

32
7.6
33.6
47.3

'I
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